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RESOLUTIONS 1^90-91 SESSION 


Resolution Date of 


No. 

Meetincr 

Title of Resolution 

Action 

Remarks and/or Committee Referral 

90/1 

5/4/90 

A Resolution of Appreciation 
for Raymond R. Fox 

Adopted by 
acclamation 

The following represent "Remarks by 
the Administration" 6/6/91: 

Noted 

90/2 

5/4/90 

A Resolution to Amend the 
University Calendar 

Adopted 

5/4/90 

Accepted and Implemented 

90/3 

5/4/90 

A Resolution for a Pilot 
Student Orientation Course 

Referred 

5/4/90 

Referred to the Executive Committee; 
subsequently referred to the 
Educational and Admissions Policy 
Committee 

90/4 

5/4/90 

A Resolution to Improve 
Student Advising 

Referred 

5/4/90 

Referred to the Executive Committee; 
subsequently referred to the 
Educational and Admissions Policy 
Committee 

90/5 

9/14/90 

A Resolution to Amend the 
Facultv Organization Plan 
to Change the Frequency of 
Stated Meetings of the 
Faculty Assembly 

Adopted 

Adopted by the Faculty Assembly 
1/22/91; Approved by the Board of 
Trustees 3/21/91 

90/6 

10/12/90 

A Resolution to Establish A 
Special Committee to Study 
the Structure and Function- 
ing of the Faculty Senate 

Adopted 

10/12/90 


90/7 

11/9/90 

A Resolution to Establish A 
Special Committee to Formu- 
late a Faculty Position on 
Affirmative Action/Equal 
Opportunity at The George 
Washington University 
(substitute) 

Adopted, as 
amended , 
11/9/90 
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< 


RESOLUTIONS 1990-( SESSION (cont'd) 


Page2 


( 


Resolution 

No. 

Date of 
Meetincr 

Title of Resolution 

Action 

Remarks and/or Committee Referral 





("Remarks by Administration" cont'd) 

90/8 

12/3/90 

A Resolution to Amend the 
University Policy on Equal 
Opportunity to Add the Words 
"Sexual Orientation" with 
accompanying Report 

Adopted, as 
amended , 
12/14/90 

New statement approved by the Board 
of Trustees5/16/91* 

90/9 

12/3/90 

A Resolution to Endorse 
Guidelines for Searches for 
Deans of The George 
Washington University with 
accompanying Guidelines 

Adopted 

12/14/90 

Accepted and Implemented* 

90/10 

1/18/91 

A Resolution Changing the 
Name of the Faculty Senate 
Committee on Athletics to 
the Committee on Athletics 
and Recreation 

Adopted 

1/18/91 

Noted 

90/11 

2/8/91 

A Resolution to Amend and 
Clarify the University 
Policy on Misconduct in 
Science and Related Matters 

Adopted 

2/8/91 

Accepted and Implemented 

90/12 

2/8/91 

A Resolution to Amend the 
Faculty Code to Clarify its 

Adopted 

2/8/91 

Approved by the Board of Trustees 
3/21/91 



Relationship to the Univer- 
sity Policy on Misconduct 
in Research 

90/13 

3/8/91 

A Resolution on Principles 
Governing the Utilization of 
Regular, Active-Status, Non- 
Tenure-Accruing Faculty 
Positions 

Adopted, as 
amended , 
3/8/91 

Understand Resolution as not re- 
quiring any modification in 
present practices of any unit of 
the University with respect to 
the terms or types of faculty 
appointments being made.* 


*See "Administration Response to Resolutions from the Faculty Senate 1990-91 Term" for more detail. 
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Action Remarks and/or Committee Referral 

("Remarks by Administration" cont'd) 

Referred, Referred to Fiscal Planning and 

4/12/91 Budgeting Committee 

Adopted, as Council of Deans are willing to 
amended, appoint such committees but only if 

4/12/91 the charge of the group would in- 

clude the development of guidelines 
for a regular policy of post-tenure 
reviews of tenured members of the 
faculty. The date of 1/1/92 for the 
Deans to forward their plans to the 
Vice President for Academic Affairs 
is unrealistic.* 

Adopted Under review while awaiting report 

4/12/91 of President's Advisory Committee 

for Recruitment and Retention of 
Minority and Women Faculty.* 

Withdrawal 
requested by 
Committee ; 
approved by 
Ex . Cmte . 

4/19/91 


Faculty Senate 1990-91 Term" for more detail. 




June 6, 1991 



Professor William B. Griffith 
Chairman, Executive Committee 
Faculty Senate 
Phillips 525 
CAMPUS 


Dear Professor Griffith: 


Enclosed with this letter you will find the Administration's 
Response to the Resolutions sent forward from the Faculty 
Senate during the just concluded 1990-91 academic year. 


Sincerely yours, 


Stephen Joel Tr 


\ 


/ 


tuto C-t 


Stephen Joel Trachtenberg 
President 



Enclosure 

SJT/rlc 




2121 Eye Street, NW. • Washington, DC 20052 • (202)994-6500 • Fax (202)994-0654 



Administration Response to Resolutions from the Faculty Senate 

1990-91 Term 


Resolution 90/1 : A Resolution of Appreciation for Raymond R. Fox 

Response: Noted. 


Resolution 90/2 : A resolution to Ammend the University Calendar 

Response: Accepted and implemented. 


Resolution 90/3 : A Resolution for a Pilot Student Orientation Course 

Response: No action required at this time. 


Resolution 90/4 : A Resolution to Improve Student Advising 

Response: No action required at this time. 


Resolution 90/5 : A Resolution to Amend the Faculty Organization Plan to change the 

Frequency of Stated Meetings of the Faculty Assembly 

Response: Adopted by the Faculty Assembly 1/22/91; Approved by the Board 

of Trustees 3/21/91. 


Resolution 90/6 : A Resolution to Establish a Special Committee to Study the 

Structure and Functioning of the Faculty Senate 


Response: N/A 


Resolution 90/7 : A Resolution to Establish a Special Committee to Formulate a 

Faculty Position on Affirmative Action/Equal Opportunity at 
The George Washington University (substitute) 


Response: N/A 
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Resolution 90/8 : A Resolution to Amend the University Policy on Equal Opportunity 

to Add the Words "Sexual Orientation" with accompanying report 

Response: After consultation with the Academic Affairs Committee of the 

Board and with University Counsel, an improved statement of 
University Policy on Equal Opportunity was forwarded to the 
Board of Trustees. The Board approved the new statement at its 
meeting on May 16, 1991. 


Resolution 90/9 : A Resolution to Endorse Guidelines for Searches for Deans of The 

George Washington University with accompanying Guidelines 

Response: The administration is trying to follow these guidelines in current 

searches for Deans of SEAS and SEHD. This experience will 
provide a basis for determining whether these modifications are 
sufficient to meet the aims of the Board of Trustees and the 
administration in asking for reforms of our conventional 
practices. It is too early to form a judgment as to the adequacy of 
the new guidelines, but the Resolution as passed has been 
implemented. 


Resolution 90/10 : A Resolution Changing the Name of the Faculty Senate Committee on 

Athletics to the Committee on Athletics and Recreation 


Response: Noted. 


Resolution 90/11 : A Resolution to Amend and Clarify the University Policy on 

Misconduct in Science and Related Matters 


Response: 


Accepted and in force. 


Resolution 90/12 : A Resolution to Amend the Faculty Code to clarify its Relationship 

to the University Policy on Misconduct in Research 


Response: Approved by the Board of Trustees 3/21/91. 


Resolution 90/13 : A Resolution on Principles Governing the Utilization of Regular, 

Active-Status, Non-Tenure-Accruing Faculty Positions 

Response: Received with the following commentary for the record. We have 

studied the Vaill Report carefully and discussed it with the 
administrative members of the Vaill Committee. On the one hand, 
it contains an emphatic, even eloquent affirmation of the actual and 
potential values of the traditional tenure system. On the other, it 
recognizes the University's indispensable requirement for 
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flexibility in the terms of appointment utilized in faculty staffing 
in the contemporary environment. Moreover, there is a very 
helpful description of the heterogeneous circumstances of our 
different schools and colleges which require correspondingly 
different forms of flexibility in faculty appointment terms in 
order for those units to respond to changing circumstances while 
remaining fiscally viable entities. Finally, it is our sense that 
part of the motivation of the Report was to guard against a 
particular type of hiring practice that was no longer operative in 
the University. We understand the Resolution as not requiring any 
modification in the present practices of any unit of the University 
with respect to the terms or types of faculty appointments being 
made. 


Resolution 90/14 : A Resolution on Parking 

Response: No appropriate administrative action required at this time. 


Resolution 90/15 : A Resolution to Provide Retirement Opportunities and Incentives 

for Senior Members of the Faculty 

Response: It was clarified in debate that the Senate intended the resource 

implications of any such plans to be borne by the individual 
schools. At the same time, it is obvious that the administration 
would have to ensure fundamental equity across the University 
with respect to all substantive terms of agreement negotiated 
with individual faculty who might elect retirement under plans 
to be devised by the proposed committees. Furthermore, we 
would not want individual school plans to restrict our ability to 
redistribute resources among the individual units. This 
Resolution was discussed thoroughly in a meeting of the Council 
of Deans in May. The response of the Deans was that they would 
be willing to move to appoint such committees but only on the 
understanding that the charge to the group would include the 
development of guidelines for a regular policy of post-tenure 
reviews of tenured members of the faculty. In light of that added 
provision, the date of January 1, 1992, by which time the Deans 
were to forward all of their plans to the Vice President for 
Academic Affairs, is clearly unrealistic. 


Resoluti on 90/16 : A Resolution to Establish Faculty Task Forces on Affirmative 

Action/Equal Opportunity 

Response: Under review while awaiting report of President's Advisory 

Committee for the Recruitment and Retention of Minority and 
Women Faculty charged with examining the same subject. That 
report is not expected before the end of the summer. Questions 
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Resolution 90/17 : 


have been raised as to whether implementation of Resolution 
90/16 would lead to overlapping jurisdiction issues within the 
schools and colleges and with present standing committees of the 
Faculty Senate. 


A Resolution Recommending the Establishment of a University 
Publications Office 


Response: 


No action required. 





A RESOLUTION OF APPRECIATION (90/1) 


WHEREAS, Raymond R. Fox has earned and held the respect, gratitude 
and affection of The George Washington University 
community; and 

WHEREAS, His term of service on the Faculty Senate ends through 
retirement from the University; NOW, THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 

UNIVERSITY 


That the following citation be issued; 

In recognition of his contributions to The George Washington 
University during thirty-one years of service to his students and 
colleagues as Professor of Civil Engineering in the School of 
Engineering and Applied Science; 

In recognition of his conscientious and unselfish efforts on behalf 
of academic excellence as Chairman of his Department and as a 
member of numerous University committees; 

In recognition of his integrity, perseverance and good humor in 
pursuing practicality and common sense in resolving problems 
confronting this academic community; 

Especially in recognition of his dedicated service for nineteen 
years on the Faculty Senate, nine years on the Executive Committee 
of the Faculty Senate, and fourteen years as Chairman of the 
Senate's Student Financial Aid Committee; 

THE FACULTY SENATE 





THE GEORGE WASHINGTON UNIVERSITY 


PROFESSOR RAYMOND R. FOX 


DISTINGUISHED SERVICE 


May 4, 1990 

Adopted by acclamation 5/4/90 


William B. Griffith 
Chair, Executive Committee 


A RESOLUTION TO AMEND THE UNIVERSITY ACADEMIC CALENDAR (90/2) 


WHEREAS, in the current academic calendar there is no 
interruption of classes between Labor Day and 
Thanksgiving, a period of eleven weeks; and 

WHEREAS, the designation of the Wednesday before Thanksgiving 
as a holiday is likely to result in substantial 
absenteeism on the Monday and the Tuesday of that 
same week; and 

WHEREAS, the designation of the Columbus Day Monday holiday 
as a University holiday would give students and 
faculty a welcome respite at an appropriate point 
in the Fall Semester; NOW, THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY 

(1) That the University academic calendar be changed 

so that the Thanksgiving holiday begin on the 
designated Thursday and the Columbus Day Monday 
holiday be designated as a University holiday; 
and 

(2) That this change be instituted for the 1991-92 
academic year. 


Committee on Educational and Admissions Policy 
April 25, 1990 


Adopted, May 4, 1990 



A RESOLUTION FOR A PILOT STUDENT ORIENTATION COURSE (90/3) 

WHEREAS, Many George Washington University students desire 
continued improvement of advising procedures and 
personnel; and 

WHEREAS, The Joint Committee of Faculty and Students has studied 
this matter extensively this year through a subcommittee 
set up to review all aspects of, advising , including its 
role in retention of students; and 

WHEREAS, A". student orientation course has been found to be - an 
effective way of improving student performance and 
retention at the University of South Carolina, among many 
other institutions; and 

WHEREAS, Efforts to establish such a course with individual 
schools or colleges have failed in the past at George 
Washington University for a variety of reasons not 
necessarily tied to the merit of the proposal; 

NOW, THEREFORE BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE 

WASHINGTON UNIVERSITY 


THAT the Administration take the initiative, working with 
interested Student Association representatives and 
faculty, to design, fund, and implement a 700-Series 
pilot or experimental course designed to better introduce 
new undergraduate students into the GW and Washington 
environment and to better acguaint them with academic and 
career options and possibilities while they remain 
students here ; 


THAT this pilot course be introduced as soon as is 
practical (possibly Fall, 1991) in whichever school or 
college seems most receptive to testing such a program 
with the aim that if the course proves its worth, it 
would be established on a University-wide basis for' new 
students as guickly as resources can be made available; 


THAT during the pilot program, the school or college 
eponsoring the course be encouraged, with the cooperation 
the Dean of Students 7 office to draw upon the 
resources of that office in these areas: 


(i) Career and Cooperative Education, 

( 11 ) Counselling Center, and 

(iii) International Student Organization. 


+-h^ T r- the ,° ean ° f Stu dents 7 office be encouraged to test 
-i- SUltS 0f , thS pilot course by measuring student 
a 4 -J^J 10ns anc * attitudes against the evaluations and 
attitudes recorded in non-reteption studies. 


Joint Committee of Faculty and Students 
May 4, 1990 


Referred May 4, 1990, to the Executive Committee of the Faculty senate 

Referred by the Executive Committee to the Educational and Admissions 
Policy Committee 5/22/90 



A RESOLUTION TO IMPROVE STUDENT ADVISING (90//]) 

WHEREAS, Advising continues to be a source of complaints by many 
students and a factor in the relatively low retention 
rate of students at George Washington University; and 

WHEREAS, Faculty Senate Resolution 88/1 called for many general 
steps to be taken to improve advising; and 

WHEREAS, The Joint Committe on Faculty and Students established 
its Subcommittee on Advising in Fall, 1989 to study the 
problem and recommend more specific means for further 
implementing Faculty Senate Resolution 88/1; 


NOW THEREFORE BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE 
WASHINGTON UNIVERSITY 

THAT the University Faculty and the Administration should 
demonstrate a renewed commitment to providing high 
quality student advising by providing support for and 
encouraging the Deans of each school or college to: 

(1) Establish a standard manual for each school which 
discusses advising procedures and faculty 
obligations and which helps define appropriate 
student expectations and responsibilities about 
their advising; and 

(2) Establish standards of record-keeping which should 
include : 

(i) better centralized record-keeping in the Deans' 
offices of necessary materials on students with 
no declared major; 

(ii) dispersal and regular updating to the 
appropriate department and departmental adviser 
of the records on students who have declared 
a major or double-major and have chosen an 
adviser ; 

(iii) completion of efforts to establish centralized 
computer information to facilitate more 
accurate academic advising, including direct 
access to degree/audit sheets and other 
records ; and 

(3) Provide resources to support better professional 
advising of undeclared majors as to academic and 
career options; and 

(4) Provide resources to support better prof essional advising 
of international students about academic and career 

options and requirements within the schools or 
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Resolution 90/4 (continued) 

colleges and with updates on any changes; and 

(5) provide faculty advisors of undeclared majors with 
better compensation and with more frequent workshop 
or seminar training on current academic and career 
options and requirements within the schools or 
colleges and with updates on changes; and 

(6) Continue acting to improve recognition of .. faculty 
efforts in advising by such means as reduced course 
loads and treating advising on v par with University 
and community service in matters of tenure and 
promotion consideration. 


Joint Committee of Faculty and Students 
May 4, 1990 

Referred May 4, 1990, to the Executive Committee of the Faculty Senate 

Referred by the Executive Committee to Educational and Admissions 
Policy Committee 5/2//90 


A RESOLUTION TO AMEND THE FACULTY ORGANIZATION PLAN TO CHANGE THE 
FREQUENCY OF STATED MEETINGS OF THE FACULTY ASSEMBLY (90/5) 


WHEREAS , the Faculty Organization Plan . Art. II, Sec. 3 (a) 

currently requires that the Faculty Assembly meet at least once 
each semester of the academic year; and 

WHEREAS, there may be at times insufficient business to 
require a meeting every semester and one stated meeting each 
academic year may suffice, in view of the readily available 
provisions for calling special meetings as needed; NOW THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY: 

That the Faculty Assembly be requested to amend the Faculty 
Organization Plan (1987) as follows: 

In Art. II, Sec. 3 (a) , first sentence, strike "each semester 
of," so as to read: 

"(a) A regular meeting of the Assembly shall be held at least 
once during the academic year." 


Executive Committee of the Faculty Senate 
August 31, 1990 

Adopted, September 14, 1990 

Adopted by the Faculty Assembly 1/22/91 



A RESOLUTION TO ESTABLISH A SPECIAL COMMITTEE TO STUDY THE 
STRUCTURE AND FUNCTIONING OF THE FACULTY SENATE (90/6) 


WHEREAS, the Executive Committee, in a recent review of the 
structure and functioning of the Faculty Senate, has identified 
tentatively a number of issues which appear to warrant further 
exploration by a Special Committee; NOW THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY 

(1) That a Special Committee of the Faculty Senate be and 
hereby is established, to consist of five members to be 
nominated by the Executive Committee for election by the 
Senate ; and 

(2) That this Special Committee be charged as follows: 

(a) to review the existing formal and informal 

relationships between the Faculty Senate and 
administrative officers of the University, including 
the academic deans, both with respect, to 

participation in meetings of the Faculty Senate and 
with respect to serving on standing and special 
committees of the Senate; and 

(b) to study the ways in which the Faculty Senate 
communicates with the faculty and administration, 
both in gathering information about issues of 
concern and in informing the faculty and others as 
to actions taken and issues under study; and 

(c) to review the existing role of the faculty in the 
budgeting and planning process, both at the 
University and school levels; and 

(d) to inquire into the relationship between the Faculty 
Senate and the Board of Trustees; and 

(e) to report its findings to the Faculty Senate by 
March, 1991, together with any recommendations for 
changes which might strengthen the efficiency and 
effectiveness with which the Senate carries out its 
assigned functions under the Faculty Oraanization 
Plan. 


Executive Committee of the Faculty Senate 
September 28, 1990 


Adopted October 12, 1990 


Resolution 90/6, "A Resolution to Establish a Special Committee to 

Study the Structure and Functioning of the 
Faculty Senate" 

FACULTY SENATE MEETING, OCTOBER 12, 1990 


Nominees for Special Committee 


(1) 

Mary M. Cheh 

Professor of Law (Convenor) 


(2) 

Victor H. 
Professor 

Cohn, Jr. 
of Pharmacology 


(3) 

Rodney W. 
Professor 

Eldridge 

of International Finance 


(4) 

Jarol B. Manheim 

Professor of Political Communication 

and of Political Science 

(5) 

Walter K. 
Professor 

Kahn 

of Engineering and Applied 

Science 


The above five nominees were approved by the Faculty Senate on October 12 
1990, as the Special Committee established by Resolution 90/6. 


SUBSTITUTE 


A RESOLUTION TO ESTABLISH A SPECIAL COMMITTEE TO 
FORMULATE A FACULTY POSITION ON AFFIRMATIVE ACTION/EQUAL 
OPPORTUNITY AT THE GEORGE WASHINGTON UNIVERSITY (90/7) 


WHEREAS, The George Washington University is an affirmative 
action/equal opportunity employer; and 

WHEREAS, the University administration has released recently 
figures revealing the number of women and minorities at the 
University; and 

WHEREAS, the faculty is responsible for recruiting, selecting, 
retaining, and promoting its members; NOW, THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY: 

(1) That a Special Committee of the Faculty Senate be and 
hereby is established, to consist of eight members to 
be nominated by the Executive Committee for election by 
the Senate; and 

(2) That this Special Committee be charged as follows: 

(a) In cooperation with the University's Advisory 
Committee on the Recruitment and Retention of 
Minority and Women Faculty, to review existing 
practices and procedures at this University and 
comparatively at market-basket schools for 
recruiting, selecting, retaining and promoting 
women and minorities within a multicultural 
faculty; and 

(b) To enunciate a creative faculty position on affir- 
mative action/equal opportunity at this 
international University; and 

(c) To recommend steps which the faculty and admini- 
stration should take to improve implementation of 
affirmative action programs at the University; and 

(d) To submit its report and recommendations to the 
Faculty Senate by April, 1991. 


Executive Committee of the Faculty Senate 
November 9, 1990 

Adopted, as amended, November 9, 1990 




A RESOLUTION TO ESTABLISH A SPECIAL COMMITTEE TO 
FORMULATE A FACULTY POSITION ON AFFIRMATIVE ACTION/EQUAL 
OPPORTUNITY AT THE GEORGE WASHINGTON UNIVERSITY (90/7) 


WHEREAS, The George Washington University is an affirmative 
action/equal opportunity employer; and 

WHEREAS, the University administration has released recently 
figures revealing the number of women and minorities at the 
University; and \ / 

\ / 

WHEREAS, the faculty is responsible for recruiting, selecting, 
retaining, and promoting its members; NOW, THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY: / 

\ / 

(1) That a Special Committee of the Faculty be and hereby is 
established, to consist of ten members to be nominated 
by the Executive Committee for election by the Senate; 
and 

(2) That this Special Committee be charged as follows: 

(a) To review existing practices and procedures at 
this University and comparatively at market-basket 
schools for recruiting, selecting, retaining and 
promoting women and minorities within a multicul- 
tural faculty; and 

(b) To enunciate a creative faculty position on affir- 
mative action/equal opportunity at the University; 
and 

(c) To recommend steps which the faculty and admini- 
stration should take to improve implementation of 
affirmative action programs at the University; and 

^ \ 

(d) To submit its report and recommendations to the 
Faculty Senate by April, 1991. 


Executive Committee of the Faculty Senate 
October 26, 1990 



A RESOLUTION TO AMEND THE UNIVERSITY POLICY ON EQUAL 
OPPORTUNITY TO ADD THE WORDS "SEXUAL ORIENTATION" (90/8) 


WHEREAS, The George Washington University Policy on Equal 
Opportunity fails to include the words "sexual orientation"; and 

WHEREAS, the present University Policy on Equal Opportunity 
prohibits discrimination on the basis of race, color, religion, 
sex, national origin, handicap, or veteran status; and 

WHEREAS, a University Policy on Equal Opportunity which 
included the words "sexual orientation" would provide express 
protection against discrimination to gay men and lesbians; NOW 
THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY: 

(underlining indicates amendments) 

. (1) That the Faculty Senate recommends to the President and 
to The George Washington University Board of Trustees that the 
University Policy on Equal Opportunity be amended to add the words 
"sexual orientation" to its non-discrimination provisions , except 
where such distinctions are permitted by law or proved to be a bona 
fide qualification; and 

(2) That the Faculty Senate recommends to the President and 

Thf Georg e Washington University Board of Trustees that the 

University policy on sexual orientation should not be interpreted. 
applied, or a dministered in a manner which would interfere with anv 

existing — or futur e relations hip between the University and anv 

federal entity. 


Joint Committee of Faculty and Students 
November 2, 1990 

Adopted December 14, 1990, as amended 


THE GEORGE WASHINGTON UNIVERSITY 


TO: The Faculty Senate 

FROM: Professor Philip Robbins, Faculty Co-Chair 

Joint Committee of Faculty and Students 

RE: Report on the Resolution to Amend the University Policy 

on Equal Opportunity 

The Joint Committee is reporting for Senate consideration 
a resolution favoring amendment of the University Policy on Equal 
Opportunity by adding the words "sexual orientation" passed 
unanimously by the Joint Committee at its meeting November 2, 1990. 
Presented here is a brief history behind that action: 

The Joint Committee received the referral from the 
Executive Committee in time to initiate discussion at the 
Committee's regular meeting October 5, 1990. At that time, there 
was considerable sentiment expressed by some student and some 
faculty members to take up the proposal and act upon it forthwith. 
However, reminded that there were likely legal and other 
considerations the Committee should know about before acting, it 
agreed to schedule the item for the November 2nd agenda and to 
invite . representatives both from the group sponsoring the 
resolution and from the University administration to appear and 
participate in our discussion. 


At the November 2nd meeting. Professor Mary Cheh (National 
Law Center) , three law students who had signed the request for the 
resolution, and a very large delegation of other students who are 
interested m the matter appeared. They enumerated many reasons 
why lesbian and gay students felt it would help their acceptance 
on campus to have the University officially on record as favorinq 
non-discriminatory treatment for them. They felt that just having 
the reference in the Policy that the University subscribes to the 
D.C. Human Rights Law is not enough, especially now that it is 

unclear how much that law might apply to the new Northern Virginia 
campus. yilua 


Kaplan ' Special Assistant to President Trachtenberg 

the ° f thS Joint Committee, made a statement on 

the matter after emphasizing she was not speaking for the President 

tha? f the 1 tt 1 E ° n b ? 1 l a K lf ° f thS Universit Y Administration. She said 

the Nav Y R.O.T.C. unit on campus was a concern 

were to r° n ' ^ - felt that if the Joint Committee 

were to pass the resolution, it would be better to amend the 

Sould S Se added. "° UlCl dlreCt h °" and " here the new language 
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During further discussion, it was brought out that many 
of the 55 universities and colleges which the sponsoring group 
discovered did have specific prohibitions against discrimination 
because of sexual orientation did also have R.O.T.C. units. 
Speakers favoring the resolution said they did not believe the 
R.O.T.C. matter was a problem since these other schools did not 
seem to consider it so. 

The proposed resolution was amended by the Joint Committee 
into the form you have received. The amended version was then 
passed unanimously. 


Joint Committee of Faculty and Students 
November 2, 1990 



A RESOLUTION TO ENDORSE GUIDELINES FOR SEARCHES FOR DEANS 
OF THE GEORGE WASHINGTON UNIVERSITY (90/9) 


WHEREAS, The Faculty Senate Committee on Administrative 
Matters as They Affect the Faculty has reviewed the process for 
searches for Deans and has developed general guidelines; NOW, 
THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY: 

That the attached Guidelines are endorsed for use by Dean 
Search Committees. 


Committee on Administrative Matters as They Affect the Faculty 
November 11, 1990 


Adopted December 14, 1990 



SEARCHES FOR DEANS OF THE GEORGE WASHINGTON UNIVERSITY 


Preamble 


In an effort to improve the search process for Deans and to 
promote cooperation and coordination within the University 
community in this matter, the Faculty Senate Committee on 
Administrative Matters as They Affect the Faculty recommends the 
adoption of the following guidelines. These guidelines serve to 
expand on the procedures stipulated in the Faculty Code. 


Background 

Based on discussions with various parties involved in recent dean 
searches, several issues have surfaced which support the adoption 
of Guidelines for Dean searches. The following list highlights 
the key points: 

Deans play a critical role in relation to university 
administration, faculty, students, and alumni. Therefore 
the dean search process should encompass participation of 
these four groups. 

Dean searches are not conducted frequently in any given 
school or college. As a result these units are unable to 
develop procedures to facilitate efficient operation of the 
process . 

It is important for faculty search committees to understand 
what is expected of Deans in our University. 

Expeditious processing and review of applications is 
critical to assure that potentially qualified candidates are 
not lost from the applicant pool because of earlier job 
offers from other institutions. 

Use of an executive search firm can be useful in developing 
a large pool of qualified applicants. 

Given the large number of persons involved in the dean 
search process, confidentiality of information about 
candidates for these positions is critical. 

Recommendation 

The Committee on Administrative Matters as They Affect the 
Faculty hereby recommends the adoption of the following 
Guidelines : 



GUIDELINES FOR SEARCHES FOR DEANS 
OF THE GEORGE WASHINGTON UNIVERSITY 


All schools and colleges are requested to develop a mechanism for 
the selection of a committee of students which will play a formal 
supporting role to the elected faculty search committee. This 
student committee would have the opportunity to participate in 
interviews of candidates, reporting their recommendations to the 
faculty search committee. The identity and mandate of the 
student committee would be made known to all students in the 
unit. 

All schools and colleges are requested to develop a mechanism for 
the selection of a committee of alumni which will play a formal 
supporting role to the elected faculty search committee. This 
alumni committee would have the opportunity to participate in 
interviews of candidates, reporting their recommendations to the 
faculty search committee. The identity and mandate of this 
alumni committee would be made known to the alumni in the unit. 

At the time that faculty search committees are elected by any 
school or college following the bylaws of that unit, the Vice 
President for Academic Affairs may name an academic administrator 
from outside that school or college to participate as an advisor 
to the committee with regard to the definition of selection 
criteria, screening of resumes, interviewing of candidates, and 
other functions of the committee. 

Support services for Dean searches will be provided by the office 
of the Assistant to the Board of Trustees. This office will 
provide staff assistance for scheduling campus visits for 
interviews and other administrative services required by the 
search process. This office will also facilitate the utilization 
of an executive search firm, should the faculty committee choose 
to contract for such services. 

The Chair of the Dean Search Committee should report at least 
monthly to the respective faculty and to the Vice President for 
Academic Affairs on the status of the search. 

Each faculty search committee should develop procedures to assure 
confidentiality of information about candidates for dean 
positions . 


Approved by the Senate Committee on Administrative Matters 
They Affect the Faculty, November 11, 1990 


as 


A RESOLUTION CHANGING THE NAME OF THE FACULTY SENATE 
COMMITTEE ON ATHLETICS TO THE COMMITTEE ON ATHLETICS 
AND RECREATION (90/10) 


WHEREAS, the educational experience and community environment 
of the University involves recreational as well as intercollegiate 
athletics; NOW, THEREFORE 


BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY: 

That the name of the Faculty Senate Committee on Athletics be 
changed to the Committee on Athletics and Recreation. 


Committee on Athletics 
November 26, 1990 


Adopted, January 18, 1991 



[Any inquiries about this resolution should be directed to 
Professor Trangsrud, Chair, PEAF Committee, Ext. 4-8173] 


A RESOLUTION TO AMEND AND CLARIFY THE UNIVERSITY POLICY ON 
MISCONDUCT IN SCIENCE AND RELATED MATTERS (90/11) 


WHEREAS, The Faculty Senate Committee on Academic Freedom 
and Professional Ethics has reviewed the new University Policy on 
Misconduct in Science dated January 1, 1990; and 

WHEREAS, the Committee believes that certain amendments to 
the University Policy on Misconduct in Science would be 
appropriate to clarify what activities are subject to this Policy 
and what procedures are required by the Policy; NOW THEREFORE 


BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY: 


(1) That the Faculty Senate recommends to the President of 
the University that the University Policy on Misconduct in 
Science be amended as follows: 


(a) That the title of the Policy be changed to "The 
University Policy on Misconduct in Research;" 


(b) That Paragraph 1 of the Policy be deleted and the 
following Paragraph be substituted in its place: 


"1. The term "misconduct" or "misconduct in 
research" means fabrication, falsification, 
plagiarism, or other practices that seriously 
deviate from those that are commonly accepted 
within the relevant academic or scientific 
community for proposing, conducting, or reportina 
_. It does not include honest error or 
of data " 0063 ln lnter P retat i°ns of judgments 


(c) That Paragraph 5 of the Policy be amended bv 
replacing the word "investigation" at the end of Y the 
second sentence with the word "inquiry" and hv 
replacing the phrase "or, it miscondurt has alreadv 
been contrr^ed," in the third sentence h 


Professional Ethics 
January 21, 1991 


and Academic Freedom Committee 


Adopted, February 8, 1991 



NOTE: 


This Policy reflects amendments adopted by the Faculty Senate, 
February 8, 1991, by Resolution 90/11. 

THE GEORGE WASHINGTON UNIVERSITY 
interdepartmental memorandum 


January 1, 1990 
TO: 



■it**" ■ > 

Vice Presidents, Deans, Department Chairs, and Faculty 


FROM: 


SUBJECT: 


President Stephen Joel Trachtenberg 




Miseenduet-in-Seiepee-Peiicy 
The University Policy on 

Misconduct in Research 

As, a recipient of Federal funds, the University is required to file 
an annual assurance regarding procedures for dealing with and 
reporting possible misconduct in science. The following statements 
are reaffirmed by The George Washington University in fulfillment 
°f these requirements. Faculty and staff are urged to bear in mind 
the importance of compliance with the relevant policies and 
procedures. 

1 . _ The- -te-rms- - J '^-seemd^±et- 1, - -er- ~'^mi-3<?o-nd-i±efe- - -dm- - •s-d-ernce^*- - me a ns 

iaks±eat±en 7 - -f ed-s-i-f-i-eat-i-on^ - — or-xrth-er — pr^rrtrces-“that 

s e r ± e us ly -deviate -from- -those- -that- -are- -commroTriy - aorrepteti - WT.th"lTi - 1 TiS 
seient if ie - -eoirtmu-n-i-ty- - -for- - -pmoposimg-,- - -eond-u-ct-i-n-gg — or — reporting 

research Xt -does -not -include -honest-error-er-henest-dif f erenees 

in-interpr stations -or -3-udgmenfes -©f -data j- 

f . The term "mi sco nduct" or "misconduct in resea rch" means 
_ abdication, — falsifi cation, plagiarism, or ot her practices fhat- 
genously deviate from t hose that are commonly acce pted within 
t he relevant academic or scientif ic commim -i t-y f or proposing 

vr r y ortinq res earch - it does L t 

er ror or honest differen ces m interpretations of judgments of data, 

, An a . 11 J egat . ion of misconduct in research will be referred to 
the Associate Vice President for Academic Affairs and Research who 
will review the allegation and conduct an informal inquiry An 
inquiry consists of information-gathering and preliminary fact- 
finding to determine whether an allegation or apparent instance cf 
misconduct warrants an investigation This inauf™ Ln ** f ° f 
discussion with the complainant and the Tnvest^^ 

tha°»« UCt -' t T1 ^f- lnltlal . inquiry shall be held confidential but 

shall consult ipprop?iatr\dl°sors ad and/or ffair? and Resaarch 

concerning accepted standards of practice ^The prT/aTv „ C f ° mitteas 
who in good faith reDortq • ' ine P riv acy of a person 

An inquiry into an all^gat^ Tfl ?d- Ct - Sha11 be Protected. 

completed within 60 clle^r"'daVs“7f its in?t?.t°- h fce 

circumstances clearly warrant a i n L r • S initiation unless 
shall be prepared' that states A written report 

summarizes relevant interviews and in ? Was reviewed, 

inquiry. The individual (s) aqainJ wh Tn hG conclusions of the 
shall be given a copy of the report llegation was made 

on that report, their comments lay L' If the ^ c °mment 

the maximum extent possible the affect- ® par ! : . of the record. To 
afforded confidential treatmJnt individual (s) will be 

investigation, and an opportunity to cm™**?™** and borough 

findings of the inguiry fnd/or"^ i^e^TgTtion" allegatio - aSd 

a determination is 

Py Federal law and regulation, the^socTat^ 
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( 3 ) 

( 4 ) 

( 5 ) 


Academic Affairs and Research . . _ 

Scientific Integrity rosi^ = 1 notlfy the Director, Office of 

Director of the 9 Natio^ 1 °«i=e of the 

parties as may be required by the fundL , ' and SUCh other 

when PHS funding is involved^ the Associate 9 ^' D In addition ' 
Academic Affairs and Research is resDonsib?i% . reSldent for 
any stage of the inquiry or invMtiX?? for notlf ying OSI at 

conditions exist: ^ y r investigation if any of the following 

fi} ^ ere \ s an immediate health hazard involved- 

(2) There is an immediate need to protect Fed^'i * a 

equipment; protect Federal funds or 

There is an immediate need to Droteci- -i-ho i j. ■ 

well as his/her co-investigat^rt if an ; alle S atl °- as 
JapoJt^pubiLSf the alleged incident is to be 

violation indication of possible criminal 

ajlegSion^f mTs'co'nduct, th^VssocAt^iXe PrXident fl^AcI •" 

\ -3ga?S d co e n S c e e a r r ne h d, "Vnd ^iLuKiF 1 ^ ^ 

finding (s) and the reason nn f t 11 be closed - The 

shall be documented. Such rLords shJiTh 3 formal investigation 
manner for a period of at W maintained in a secure 

of the inquiry ? r 109 St three years after the termination 

Associate^ice 1 Preside ^ 1 fo r Wa A rr H ntS - 3 formal investigation, the 

inform the Vice President for Academi’^Aff^- 31 ^ / nd Research will 
request a formal iweSLation ™ « Affai f s of the complaint and 
within 30 days of the ■ he lnvestl 9 ation will commence. 

"investigation" is a formal examin°h- ° f *\ he * nve3 feigafeiorwr" mi inflU If Y a 

facts to 9 determine SSSer evaluation of relevant 
aissenduct-has-alreadv-boso. contiS 1 ^ haS taken place and er T -if 
consequences or aeSinT^pZ Sf asse T s ? ** «t«>t and 

BEST'S; Z7 Sir f £ *«^Si.5S d S 

developments during the course o^^he^ffve^iga^ioTa^^eqSL^ 


appoint an ad hoc S committee G Affairs w iH immediately 
expertise to conduct “e“”estTaat^ Wlth a PP r °Priate 
existing committee with established or r , refer the matter to an 
misconduct in science conceit procedures for responding to 
will ensure that requirements of the en S ° f hamans or animals and 
reporting addressed. In 
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President for Academic Affairs will take appropriate precautions 
against real or apparent conflicts of interest on the part of those 
involved in the inquiry or investigation. 

7. The committee will act expeditiously to investigate the 
alleged misconduct, with appropriate consideration given to 
providing adequate opportunity for the investigator accused of 
misconduct to develop a full response to the allegation. The 
committee may solicit the advice of appropriate intramural and 
external consultants. During the course of the investigations, the 
researcher accused of misconduct may be advised, but not 
represented by legal counsel . 


8. At the conclusion of the investigation, the committee will 
prepare a report for submission to the Vice President for Academic 
Affairs. The report should ordinarily be issued within 120 days 

the initiation of the investigation. This includes conducting 
the investigation, preparing the report of findings, making that 
report available for comment by the subjects of the investigation, 
and submitting the report to the OSI, if required. The report will 
address the circumstances of the complaint, the findings of the 
investigation and make recommendations for actions to redress the 
consequence of the misconduct, if demonstrated, in accordance with 
provisions of the Faculty Code or the Manual of Personnel policies 
f or the Use of Supervisory Staff . A copy of the report will be 
provided to the investigator accused of misconduct and to OSI if 
Federal funding is involved. If they can be identified the 
person (s) who raised the allegation will be provided with those 
portions of the report that address their role and opinions in the 
investigation. The documentation prepared to substantiate the 
investigation's findings will be maintained in a secure location 
for a period of at least three years after the terminations of the 
investigation, or longer if required by law or regulation. 

. ^ rt !j ler ' th e University will impose appropriate sanctions on 
individuals when the allegation of 
substantiated. 


misconduct has been 


10. Appropriate interim actions will be taken to protect Federal 

funds and insure that the purposes of the Federal financi 
assistance are carried out. nnanciai 


ituden^^and 6 accused of misconduct is a registered 

scuaent, and the alleged misconduct is associated uifk Tr „ . 

contributing to the formal academic program of the student the 

£T£ir£lf 1S ° Z* accordance with University 

relating to academic dishonesty and student conduct. Y P 

12. The University will undertake diliqent efforts a<= ■ *. 

misconduct when ^^^^g^t^oi^s ^re^^c^ * 1 x 3 to kave engaged^in 

diligent efforts to protect the • +- • n ^ lrmed ' and also undertake 
persons who, in goodTaith" ° f th ° Se 








TO: THE FACULTY SENATE 

FROM: PROFESSOR TRANGSRUD , CHAIR 

FACULTY SENATE COMMITTEE ON PROFESSIONAL ETHICS AND 
ACADEMIC FREEDOM 

DATE : JANUARY 21, 1991 

RE: REPORT ON UNIVERSITY POLICY ON MISCONDUCT IN SCIENCE 





The following Report is offered in support of 
Resolution 90/11, A Resolution to Amend and Clarify the University 
Policy on Misconduct in Science and Related Matters, and 
Resolution 90/12, A Resolution to Amend the Faculty Code to 
Clarify its Relationship to the University Policy on Misconduct 
in Research. These two resolutions were unanimously recommended 
by the Committee on Professional Ethics and Academic Freedom 
for consideration by the Faculty Senate . 


Before voting to recommend the two resolutions the Committee 
discussed the apparent scope of the new University Policy on 
Misconduct in Science, the specific procedures contained in the 
new Policy, the relationship of this Policy to the existing 
Faculty Code, and what action by the committee and the Faculty 
Senate would be appropriate in the circumstances. 

No formal votes were taken by the committee on the items 
enumerated below, but it appeared that a consensus existed on 
several points summarized below. 


1. Federal law requires all academic institutions who 
receive federal funds for certain kinds of scientific 
research to establish a formal policy and procedure for 
identifying and reporting misconduct in federally funded 
research. If the University and the faculty doing such 
research wish to continue to receive federal funding [and 
they do], then faculty doing such research must be subiect 
1 ° a Policy relating to misconduct in research similar to 
the Policy actually issued by President Trachtenberg on 
January 1, 1990. y 


SCOPE OF THE POLICY ON MISCONDUCT IN RESEARCH 

2. Federal law does not require that a universitv's nnliru 
on misconduct in research extend to non-federally funded 
research. However, it would be anomalous, confusinq 
inequitable, and unwise for the same type of misconduct in 
research to be treated differently depending upon SheSer 

UniversSrpoT^Sy ofiil:i,d^l"ff„°[esSaroh T shoul f d r a' fV" 

fedeJClly t fuSdCd e o C e nCt dleSS ° f Whether the research L/ 


research^t applies^ 8 ^ What tVPG ° f 

new Policy describes it a- „ M ^° du ^ tory . P ara 9 ra Ph of the 
whose procedures relate to misconduct U ^ t ln Science Policy" 

ot federally funded research. ^Sgraph" 
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defines "misconduct" or "misconduct in science" to be 
certain activities wh i rh deviate from accepted standards of 
research "within the scienfil ic community." All this would 
imply that the Policy applies only to scientific research 
and not to research done, for example, by English Professors 
or Law Professors. On the other hand, other portions of the 
Policy, especially Paragraph 2, state that "misconduct in 
research" is covered by the Policy which suggests that non- 
scientific research is subject to the Policy. Paragraph 5 
also calls for certain action to be taken "If federal 
funding is involved" implying the Policy may also apply when 
no such funding is involved. 

4. The ambiguities described above should be clarified so 
it is clear what type of research is subject to the Policy. 
Specifically, all types of academic research should be 
covered by the Policy whether scientific in character or not 
and whether federally funded or not. See Resolution (90/11) 
Part 1 (a) and (b) . 


PROCEDURES FOR INVESTIGATING MISCONDUCT 

5. The specific procedures for investigating misconduct 
contained in the GW Policy are largely, but not entirely, 
drawn from and reguired by the federal regulations under 
which grants are now made to academic institutions. To 
continue to gualify for federal research grants, all 
investigation procedures reguired by federal law must remain 
part of the GW Policy. 

6. The GW Faculty Code and Faculty Handbook establish no 
explicit procedures for investigating or remedying faculty 
misconduct in research. The Faculty Handbook states only 
that the University Committee on Sponsored Research is 
responsible for assuring that all sponsored research and all 
other research "which is volunteered to it" shall conform to 
the standard of ethics set forth in the sponsored research 
policy of the University. To our knowledge the University 
Committee on Sponsored Research does not have published 
procedures for investigating alleged misconduct in research. 

7. The new GW Policy on Misconduct in Science is a welcome 
development to the extent it formalizes and makes explicit 
the procedures which the University Administration will 

in research^ 0 In the If*" i™ esti 9 atin 9 alleged misconduct 
n research. in the main the Committee accepted as 

appropriate the procedures contained in thisPolicy The 

Committee did object, however, to the language ii Paraaranh 

suajests that haS alread y been confirmed") which ? 
suggests that a finding of misconduct could be made bv 

someone without a forma] investigation as desSriSed in 

thf^ 9 f aPhS 6 ~ 8 / Acc °Pdingly , the Committee recommends that 
this language be deleted from Paraaranh s ^ men ? ; ^ that 

Part 1 ( C ) aragraph 5. See Resolution (90/11 


SANCTIONS FOR MISCONDUCT IN RESEARCH 


8 . The new GW Po l i t : 


y provides that-, f.h 


c findings of the ad 
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hoc commit, tioo invest i <j.i I i nq <i I Int/ml misconduct, any report 
prepared by this ad hoc committee, and any recommendations 
for actions to redress the consequences of misconduct will 
be made in accordance with the Faculty Code. U8 . The 
Policy further states that "the Universlty~will impose 
appropriate sanctions on individuals when the allegation of 
misconduct has been substantiated." ^ 9 . The Faculty Code 
and Faculty Handbook at present, however, make no explicit 
reference to permissible sanctions against faculty other 
than termination of service. Faculty Code, V. 


9. Our committee discussed whether it would be possible to 
develop a schedule of appropriate sanctions for different 
types of misconduct in research and concluded that it would 
not be feasible or wise to try and do so. The 
appropriateness of a finding of misconduct or of a 
particular sanction can fairly be assessed only with a full 
knowledge of all of the circumstances attending a specific 
allegation of misconduct. Accordingly, our committee 
concluded that a faculty member should be able to file a 
grievance if, for example: (1) the finding of misconduct or 

the sanction imposed for the misconduct was arbitrarv or 
capricious; (2) the investigation or sanction was an act of 
discrimi nati ° n prohibited by law; (3) the investigation or 
Was in . retaliation for Code protected riqhts • or 
(4) the University failed to follow its published procedures 

sanction tl9atin9 thS alleged mis conduct or in imposing a 


t° bb L F iMhs?- 

j griLable 



[Any inquiries about this resolution should be directed to 
Professor Trangsrud, Chair, PEAF Committee, Ext. 4-8173 J 
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A RESOLUTION TO AMEND THE FACULTY CODE TO CLARIFY ITS 
RELATIONSHIP TO THE UNIVERSITY POLICY ON MISCONDUCT 
IN RESEARCH (90/12) 


WHEREAS, the Faculty Senate Committee on Academic Freedom 
and Professional Ethics has reviewed the existing University 
Policy on Misconduct in Science dated January 1, 1990 r M the 
Policy"], and proposed certain amendments to the Policy as 
described in a previous resolution; and 

tho W ^F REAS , the Conn ? ittee has reviewed the relationship between 
the Policy and the existing Faculty Code and believes that an 

imornnJ^i/ 0 the . Faculty Code is appropriate to make clear that 
improper University actions related to the University Policv on 

S Sf in sclence are 9rievabla r.°ui% SSw 

E ° “ ™ E FACULTY S ™ ATE ° F ™ E WASHINGTON 

_ _ That F acu lty Senate recommends to the President and t-r, 
The George Washington University Board of Trustee! ^ 

phrase "research or other scholarly activities "SeaddeS;^ 
the phrase .'academic freedom," in Lotion X^B 


Professional Ethics 
January 21, 1991 


and Academic Freedom Committee 


Adopted, February 8, 1991 



[Any inquiries about this resolution should be directed to 
Professor Vaill, Chair, Special Committee, Ext. 4-6298] 


A RESOLUTION ON PRINCIPLES GOVERNING THE UTILIZATION OF 
REGULAR, ACTIVE-STATUS, NON-TENURE-ACCRUING-FACULTY POSITIONS (90/13) 


WHEREAS, a Committee on the Use of Regular, Active Status, Non-Tenure-Accruing 
Faculty Appointments was established by Faculty Senate Resolution 89-5, composed 
of four members appointed by the Senate Executive Committee, four members 
appointed by the Vice President for Academic Affairs with a ninth member mutually 
appointed as Chair; and 


WHEREAS, this Committee was charged with reviewing patterns of utilization of regular 
non-tenure-accruing appointments and making such recommendations as it saw fit 
for the improvement of the use of this employment category, with it understood that 
the Committee was not expected to investigate or make recommendations on any 
currently pending cases involving questions of the status of a non-tenure-accruing 
appointment; and ° 


WHEREAS, the Committee met five times in 1990-91 and conducted wide ranging 
discussions of the various issues connected with non-tenure-accruing appointments 
including consideration of written commentary from the Deans or their 
representatives, examination of frequencies of use of this employment category and 
written and oral comments from faculty holding these appointments; and 

WHEREAS, the Committee developed over the course of these deliberations a clear 
consensus regarding the principles that ought to govern utilization of regular non- 

t^ U p e " aC iH mmS i aCU J- ty -! PP , 0mtmentS While P rotectin g interests of the University 
the Faculty, and individual appointees to such positions, and was able to express 

these principles m a senes of propositions to guide future use of this faulty 
employment category,- now, therefore ^ 


UNIVERSITY < ; LVED ^ ™ E FACULTV SENATE THE GEORGE WASHINGTON 

"^P 1 - regarding futur. 

appointments, the princip'les'teTng^s facUlt ^ 

1 . 


in which the incumbent is hlldLllv S a PP olnt ">ents 

professional responsibilities l accountable for all of 

Sate £ode should be tem~d ^ Article IH oTthe 
appointments. tenured or tenure-accruing 


the 
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Non-tenure-accruing appointments should not be employed us equivalent 
substitutes for appointments in the "limited service," "visiting," or "research 
staff categories. Informal, expedient, stop-gap use of non-tenure-accruing 
appointments should be avoided. & 


The needs and modes of use of the regular non-tenure-accruing appointment 
category vary among the Schools and Colleges and will continue to do so. The 
needs and modes of use spelled out by any given unit in response to Principle 
(5) below should be respected. University-wide rules detailing exactly when 
and how this employment category may be used should be avoided. 

Utilization of a regular non-tenure-accruing appointment is appropriate where 
the duties of a full-time faculty position are (1) substantially narrower in scope 
than described by Article III of the Faculty Code, and/or (2) are significantly 
different from the duties in Article III, and/or (3) are not such that the 
University can make a permanent, "hard money" commitment to the position 
If reason (3) is the primary reason for originally designating a position non- 
tenure-accruing, then the position should be seriously considered for 
conversion to tenure-accruing after seven years, unless by Principle (3) above 
a School or College has a unique situation requiring continuance of the non- 
tenure-accruing designation. 


5 - Ulfiization of regular, non-tenure-accruing appointments should be for a 
defined, public purpose within the teaching, research, and service mission of 


appointment , 
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; — ' 'd -i- a.a. anu processes 

reappointment, and promotion. Salary policies and other perquisites should 
be made as explicit for the non-tenure-accruing positions as they are for the 
tenure-accruing positions. A conversion of a non-tenure-accruingto a tenure- 
accnamg posit, on shall be deemed the creation of a new positfon for whkh 
onnal search procedures will be conducted. A holder of a non-tenure 
accruing appointment should have the right to anolv for rh A? v 
should it be converted to tenure-accruing stams. ^ P ° Si ‘ IOn 

^hWandTsi ahn “T "'"“re-accruing appointment in a way inconsistent 

raore than one - 


8 . 


“dslte^ 

flexibility should not however result in i erf 71 Ie S ltImate "«<i f°r 
Principles of academic freed" " sell ° f SyS “ m the 

T*e University’s needs for flexibility may be served in a variety of ways other 
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10 . 


11 . 


than increasing the proportion of non-tcnure-accruing to tenure-accruing 
appointments. These ways include (1) maintaining the highest aca'dfemic 
standards for the awarding of tenure; (2) being sure that tenure? is awarded 
only after the most careful and deliberate consideration; (3) increasing the 
attention paid to faculty development and renewal and the funding this 
requires; (4) making part-time appointments more materially attractive* and 
(5) enforcing more firmly the provisions of the Code that govern termination 
of faculty tenure for persistent failure to discharge one’s faculty 
responsibilities. y 

Article X of the Faculty Code, "Rights, Privileges, and Resolution of Disputes 

non temin C ° de ’" ^ t0 apply equally t0 faculty me mber S P with 

non-tenure-accnnng appointments as it does to faculty members with tenure 
and tenure-accruing appointments. tenure 

Appropriate Appointment, Promotion, and Tenure Committees at the 
Department and School levels should regard non-tenure-accruing full-time 
appointments as falling within their purview. They should play an active role 

The Faculty Senate and the Vice President for • A „ . 

periodically review trends and issues connected ° ” Sh ° Uld 

— - 


Special Committee on Utilization 
Non-Tenure-Accruing Appointments 
January 23, 1991 


of Regular, 


Active-Status, 


Adopted, as amended, March 8, 1991 


February 18, 1991 


TO: Faculty Senate 


FROM: Special Committee on the Ugfe of Regular, Active Status, 

Non Tenure Accruing Faculty Appointments , 

prof - peter vaii1 ' chair /c(E^ 

SUBJ : Committee's Report to tile Senate 


Attached, phrased as a proposed Resolution, is the Special 
Committee's report to the Senate. In this present memorandum we are 
including some commentary on the various principles contained in 
the Resolution in order to make our reasoning a little clearer. 

The idea of presenting our conclusions in the form of 
principles to guide utilization of the non— tenure-accruing (NTA) 
employment category emerged at the Committee's third meeting. It 
seemed to be an economical yet comprehensive way of presenting our 
thinking on the many facets of this question. The eleven principles 
are to be viewed as a system of interrelated ideas rather than as 
a cumulative argument. The order in which the principles are listed 
makes the most sense to the Committee (after considering some 
alternative orderings) , but in the final analysis the order is 
rather arbitrary. At one time or another, any one of these 
principles could be of primary significance. 


Here, then, are some more specific remarks on each principle: 

Principle 1 

, T 4 his the fundamental idea undergirding the Resolution - 
that tenured and tenure-accruing appointments are the primary 
employment category. The Code's list of responsibilities of full- 
time, active status faculty is the most operational way of defining 

the °c™itte ha T a ^ enured or . a tenure-accruing appointment. While 
the Committee found, appropriate occasions for the use of NTA 

ntments as detailed in other principles in the Resolution, it 
1 ° b . elieved xt important to reaffirm what faculty employment 
conditions warrant tenured and tenure-accruing appointments. 


Principle ? 


This principle addresses some of the 
appointments that the Committee believes are 


possible uses of NTA 
not in the interest of 


1 



the University or of faculty members holding them. The Committee 
did not find widespread departures from this principle, but it was 
raised both by faculty members and administrators as an area where 
questions arise. This principle is intended to settle at least some 
of the questions. 


Principle 3 

The Committee devoted a great deal of time to the various uses 
of NTA appointments by various Schools and Colleges. It found that 
systematic use of NTA appointments occurs in the Medical Center, 
the National Law Center, and in Columbian College in its English as 
a Foreign Language Program. In all these cases faculties and 
administrators are going about the use of this employment category 
with care and forethought. In all these units the Committee found 
ample justification for departing from Principle 1. 

principle tries to say clearly that various legitimate 
School and Department level needs for the NTA category will 
continue to arise and that any University-wide criteria should be 
framed with this variability and these local needs in mind. 


Principle 4 

The three criteria of Principle 4 are recommended after 
extensive discussion by the Committee. These three criteria define 
in its judgment, the kinds of conditions that justify use of the 
NTA appointment category. A good example of criterion (1) is in the 
Medical Center where professors are employed full-time to 
participate in clinical delivery systems and precept students but 
are not expected to perform^ scholarly research. Another example 
would be where a professor is employed only to teach and advise 
students from class, but is nevertheless full-time and required to 
possess full academic credentials. 

Criterion^) might apply to positions requiring full-time 
effort and full academic credentials which are ?et substantial 
different than contemplated by the Code. Examples might be 
administration of a particular academic program, or full-time 
fundraising for particular academic activities! 

const i Cr ^ eri ° n (3) grants that lack of "hard money" 
constitutes a legitimate use of the NTA category. However the 
Committee felt such use should be qualified by some kfnb 
sunset" clause to protect the interests of incumbents, especially 
if m all other ways they are expected to meet all r ir- 
responsibilities of tenured and tenure-accruing appointments Sh 
seven year suggestion is somewhat arbitrary - an /tC fn I i 
individual and institutional needs and^ priorities. ? 131106 
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Pr i nc i pi e 5 


The Committee sees this principle as very important and 
believes that much of the problem with NTA appointments can be 
avoided if these ideas are followed consistently. The Committee's 
perception is that the provisions of Principle 5, while not 
terribly controversial in and of themselves, are not yet conscious 
operating principles everywhere in the University. The Committee 
thinks that they should be. 

The Committee realizes its position on salary policies is 
somewhat hollow, inasmuch as salary policy in general is not often 
explained in detail. But at least the NTA faculty should have 
whatever information everyone else has. 

The idea that converting a position to tenure— accruing amounts 
t° c - I -' e ‘iting a new position follows from Principle 4 where in order 
to be an NTA position it should have been shown that the position 
was quite different. It is entirely possible that one who qualifies 
for the NTA position might not possess all the qualifications 
required when the position is redefined. On the other hand, no 
incumbent should be prevented from applying for the new position 
either. 


Principle 6 


This principle recognizes that unforeseen circumstances can 
occasionally force administrators to act contrary to one or more of 
these principles. It declares that exceptions to our NTA policies 
should be corrected expeditiously. 


Principle 7 

_ The need for flexibility is clearly seen in the Medical Center 
and m the National Law Center. The second sentence, however does 

ZllT, ttl Committee ' s conviction and, it believes, the position 
held by the overwhelming majority of faculty. 


Principle 8 

The recommendations under this principle are straiahtf orward 

P° ss \ bly '. for the fifth one regarding provisions in Ihe 

perception !s' t^HlS ° f ten “ red K The Committee^ 

little use has been made of the provisions of 

assuming that tenured (acuity are competent ' 

overwhelming evidence to the contrary P (One of " the Senaje 
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appointees to the Comini ttee door. not feel the Committee hnr. 
discussed the matter enough yet to recommend what it does in the 
previous sentence.) 


Principle 9 

This principle is included because the Committee found at 
least two NTA faculty members who weren't sure but did not think 
they had the protection of Article X of the Code. The Committee 
believes that if there is doubt on this matter, it should be 
resolved; and further, that the protection of Article X should 
extend to faculty members in non-tenure-accruing appointments. 


Principle 10 

This principle is already in practice within the Medical 
Center; and the National Law Center has a Clinical Affairs 
Committee just for its NTA faculty. The Special Senate Committee 
believes that bringing NTA faculty within the peer review system 
throughout the University will contribute significantly to using 
this appointment category appropriately and avoiding some of the 
ambiguities of the past. 


Principle 11 

. The Committee expects that faculty personnel policy nation- 
wide will become increasingly dynamic as various economic, social 
political, and technological changes impact higher education It 
seems prudent to observe these trends closely while also continuinq 
to operate our own NTA appointments as thoughtfully as possible. 

************** 
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Thank you for your consideration of these comments and ot the 

accompanying Resolution. 

The Committee: 

Prof. Joseph L. Gastwirth 

Prof. William R. Johnson 

Prof. Douglas L. Jones 

Prof. Marilyn Liebrenz-Himes 

Dean Robert I. Keimowitz 

Dean Robert W. Kenny 

Associate Dean Teresa Schwartz 

Associate Vice President Brunetta Wolfman 

Prof. Peter B. Vaill, Chair 
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1989-90 FULL-TIME FACULTY 
EXCLUDES AFFILIATED 


AS OF 06/30/90 
FACULTY 




[Any inquiries about this resolution should be directed to 
Professor Robinson, Chair, ASPP Committee, Ext. 4-7094] 


A RESOLUTION ON PARKING (90/14) 


WHEREAS, The George Washington University is a non-profit 
institution located in a high-cost metropolitan area, the providing 
of faculty/staff parking is viewed as a necessary condition of 
employment and parking fees should be maintained at nominal levels, 
and parking fees discourage faculty, especially those who use 
occasional parking, from coming in on non-teaching days; and 

WHEREAS, a substantial portion of faculty and staff are 
dependent upon automobile transportation; and 

WHEREAS, costs for providing parking and maintaining parking 
facilities have risen, the increases in parking rates for 
faculty/staff have exceeded annual salary percent increases; NOW 
THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY 

That parking fees be frozen at the October 1, 1990, level for 
a period of three years and that the Administration conduct a 
review during the third year, in consultation with the Committee 
on Appointment, Salary and Promotion Policies, including Fringe 
Benefits; in the event that the decision is made to increase fees 
at that time, such an increase should not exceed the percentage of 
faculty salary increases for that year. 


Committee on Appointment, Salary and Promotion Policies, 
including Fringe Benefits 
March 20, 1991 


Referred April 12, 1991, to the Fiscal Planning and Budgeting Committee 



[Any inquiries about this resolution should be directed to 
Professor Robinson, Chair, ASPP Committee, Ext. 4-7094] 


A RESOLUTION TO PROVIDE RETIREMENT OPPORTUNITIES AND 
INCENTIVES FOR SENIOR MEMBERS OF THE FACULTY (90/15) 


WHEREAS, upon retirement faculty at The George Washington 
University normally lose office space and equipment and the ability 
to easily continue pursuit of professional interests and 
interaction with colleagues; and 

WHEREAS, until recently members of the faculty reached the age 
of mandatory retirement at the age of 65; and 

WHEREAS, changes in federal law have raised that age to 70; 

and 

WHEREAS, effective January 1, 1994, the Age Discrimination in 
Employment Act will preclude all fixed retirement ages for faculty; 
and 


WHEREAS, it is in the interest of both the senior faculty and 
the University that faculty retire before teaching and research 
effectiveness becomes compromised; and 

WHEREAS, it is important to the academic freedom of all of the 
faculty that changes in the Age Discrimination in Employment Act 
not be met with weakening of the tenure system so as to facilitate 
removal of tenured faculty; NOW THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY 

(1) That the Vice President for Academic Affairs direct each 
school within the University to appoint a joint committee of 
tenured faculty and administrators to devise a plan to make 
attractive, without coercion of any sort, the election of 
retirement by senior faculty who may wish to do so; and 

(2) That these plans consider the possibility of offering 
part-time teaching opportunities, office space (shared, if 
necessary) , telephones, writing equipment, access to libraries and 
other research assistance, parking, and such additional 
facilitation as the committees find to be economically feasible and 
academically appropriate; and 

(■3") That -these- -pl-ans- inelude-t imetables -for- -ef-f-ec^buation^- and 

-HF (3) That the plans be forwarded to the Vice President for 
Academic Affairs by January 1, 1992. fer- implementation-. 


Committee on Appointment, Salary and Promotion Policies, 
including Fringe Benefits 
March 20, 1991 


Adopted, as amended, April 12, 1991 



[Any inquiries about this resolution should be directed to 
Professor Frey, Chair, Special Committee, Ext. 4-6975] 


A RESOLUTION TO ESTABLISH FACULTY TASK FORCES ON 
AFFIRMATIVE ACTION/EQUAL OPPORTUNITY (90/16) 


WHEREAS, The George Washington University is a unique 
institution in Washington, D.C.., not being associated with any 
church or government and can become a model for the future, 
building on our secular identity which encompasses an international 
faculty; and 

WHEREAS, the Faculty Senate of The George Washington 
University recognizes the importance of fostering the same cultural 
diversity within the faculty that exists in society at large 
because such diversity will significantly enrich the academic and 
intellectual climate of the campus, make a positive long-term 
contribution to the problem of shortages of qualified people in 
areas critical to the national economy, and fulfill ethical and 
legal obligations of the institution; and 

WHEREAS, developing a diverse faculty population which is 
truly representative of the nation is in the long-term interests 
of the University as it enriches its curriculum through diversity 
of perspectives and experiences, thereby enriching the educative 
experience of all; and 

WHEREAS, encouraging diversity in the University is in the 
interest of our nation since diversity is at the heart of the 
opportunities for social and economic advancement of all and our 
University should serve as a model for other institutions; and 

WHEREAS, the present affirmative action policy of The George 
Washington University sets out the minimum that is required by law, 
an< ^ the University has not, in the past, succeeded in recruiting 
and retaining significant numbers of minorities and women faculty; 
and 


WHEREAS, all faculty actions must be initiated by the faculty 
concerned; NOW THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNIVERSITY: 

That all academic units be, and are hereby, requested to 
establish task forces with specific objectives and strategies to 
deal with all of these issues, and report annually on their efforts 
to a permanent standing committee designated by the Executive 
Committee of the Faculty Senate; the function of the task forces 
will be to: 
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(a) Conduct a thorough review of recruitment practices to 
determine how to encourage a greater number of women and 
minorities to be considered and hired in faculty and 
administrative positions, and subsequently provide annual 
reports of progress to the Faculty Senate; and 

(b) Seek out qualified women and minorities for faculty 
slots, including the possibility of visits at likely 
feeder schools, networking with minority institutions, 
participation in consortia to share resumes, the creation 
of a resume bank, possible involvement of adjunct faculty 
in seeking potential minority candidates, and other 
techniques that have shown success at other institutions ; 
and 

(c) Hold seminars for their faculty to deal with the many 
forms of discrimination that can hamper the recruitment 
and retention of women and minorities ; and 

(d) Examine their curricula to determine where topics that 
emphasize diversity can be incorporated in the core 
curricula ; and 

(e) Examine their tenure and promotion practices to determine 
whether there may be subtle forms of discrimination 
present, and develop guidelines that recognize and foster 
diversity. 


Special Committee to Formulate a Faculty Position 
on Affirmative Action/Equal Opportunity 
March 26, 1991 


Adopted, April 12, 1991 



REPORT OF THE SENATE SPECIAL COMMITTEE ON 
AFFIRMATIVE ACTION/EQUAL OPPORTUNITY 


Preamble 


As mandated by the Faculty Senate in November of 1990, the Senate Special 
Committee on Affirmative Action/Equal Opportunity met on a weekly basis to review 
existing practices and procedures at the University for recruitment, selection, retention 
and promotion of women and minorities. In cooperation with the University’s Advisory 
Committee on the Recruitment and Retention of Minority and Women Faculty the 
committee has reviewed past practices and procedures, assessed the current situation, and 
developed the attached resolution for consideration by the Senate. 

Background 

The George Washington University seems unique in the greater Washington area 
in its character and in its potential for cultural and academic diversity through the 
increased presence of women and minority faculty. Like many institutions of higher 
education in the U.S.A., GW began with a religious affiliation; unlike many other 
Washington schools, we discontinued our religious affiliation in the 19th century. 
Reflecting this shift to secular status, the student population very slowly began to change 
to reflect greater cultural diversity. 

Curricular reform, going back into the 1960’s indicated the importance of cultural 
diversity in the curriculum. Many Senate resolutions, some going back a generation, 
indicate that the faculty through its senate representatives, wished to assure the rights of 
minorities and women faculty on this campus, and to recruit and retain women and 

minority faculty. Implementation of these resolutions has not always been as strone as 
it should be. b 


The Meaning of Cultural Diversity 

The George Washington University has the unique opportunity to be both a 
national and an international university. Its location in Washington, DC enables the 
University to draw students and scholars from the local region, from around the United 
States and from all over the world. Thus, GW has the opportunity to become a positive 
model for diversity. If we are to continue to draw students from many cultural 
ackgrounds, the diversity on campus must be perceived as genuine and enriching and 
must be present in our faculty, curriculum and overall campus atmosphere. We must 
become a University committed to making connections at all levels and from many 
different perspectives. We must broaden our view of the appropriate areas for 
scholarship and remove barriers that prevent new ideas and voices from being heard 
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Our goal should be to create a climate where different views can be exchanged and 
where different lifestyles and ethnic backgrounds are treated with respect. To this end 
we must recognize that the attitudes and compositions of the faculty set the tone for the 
rest of the University. We must commit ourselves to the idea that greater diversity will 
enhance and enrich the academic environment for everyone. We must carefully examine 
our recruitment and selection processes to ferret out subtle practices that are 
discriminatory. We must reassess our reward and retention mechanisms to take into 
account the many skills and strengths needed for a viable University as well as the needs 
of the individual. We must look carefully at ways to enrich the curricula by including 
dimensions from different cultures and perspectives. Finally, we must individually and 
collectively do some soul-searching and be prepared to participate in seminars to better 
equip ourselves to teach, do research and work collaboratively in the multicultural 
environment we seek to create. 

Recruitment and Retention of Minority and Female Faculty 


Minority and female scholars in higher education frequently find that decisions 
about retention and tenure, in which their research output and capabilities are evaluated, 
are made entirely by majority male faculty members. They are made to feel that work 
focusing on issues that effect minorities and women warrants little scholarly respect. This 
creates undue pressure to compromise their research interests to conform with 
mainstream research. 


Minority and female faculty members at predominately majority institutions are 
often socially and professionally isolated from colleagues, both minority and majority. 
They are isolated from majority colleagues due to existing social patterns that are hard 
to break and from minority colleagues due to small numbers. Often a sympathetic 
network of senior colleagues does not exist for junior minority faculty members, creating 
extreme psychological pressures. They are subjected to the same aggravating aspects of 
academic life without the usual compensating benefits that come from the intellectual and 
social stimulation of colleagues who share similar interests and outlook. They find it 
extremely difficult to break into the existing network. 


SU r w. mmitteC ° f ^ University’s Advisory Committee on the Recruitment and 
Retention of Minority and Women faculty recently reached the following conclusions with 
regard to minority and women faculty: 


• 1116 * reatment of women varies considerably from department to department 

dfrcSnatim thC CXtremeS ° f genuine -oflegiality to sexual harassment and 


(2) Generally minority faculty experience isolation and often 
in extra capacities to provide racial/ethnic balance. 


are asked to serve 
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(3) In some departments - even in those which seem to be applying gender-neutral 
criteria for tenure and promotion - a "clubby," sexist atmosphere prevails. 

(4) Neither the curriculum nor the faculty reflect the myriad contributions of 
women and minorities. 


Special Problems of Female Faculty Members 


Since women constitute roughly 50% of the potential workforce, it is desirable that 
they enter and become productive in as many fields as possible. There are many 
disciplines where women are underrepresented for reasons which are mostly of 
psychological nature. In these fields female faculty members can be very effective by 
acting as role models and mentors for young women. It is therefore in the University’s 
interest to recruit and retain such female faculty members. 

Women faculty members share with their male colleagues all the usual challenges 
of academic life. There are however several challenges which are truly due to their 
gender. These deserve special consideration if women are to be given the same chance 
for success in academia as their male colleagues. 

The most serious problems are due to the effect of childbearing on research 
productivity and therefore on the tenure decision. It is not realistic to expect young 
women to postpone their childbearing until after they are awarded tenure. If they choose 
not to wait, they are not likely to produce the same number of publications as their 
equally capable male colleagues. A simple solution would be to allow a female faculty 
member to stop her tenure clock for a period of 6 months to a year while she has her 
child. After this time she would be expected to resume her full load of research activity 
and no other special allowances at tenure time would be given. Thus this would not be 
a version of the "mommy" track advocated in some professions. 


A second problem area is the occasional harassment and intimidation of female 
faculty by some male students and faculty. This may not be a problem which is unique 
o women; however, women are more frequently victims of such behavior. This can have 
very a verse effect on the professor’s teaching effectiveness and again influence the tenure 
decision. TTie University must demonstrate that such harassment is unacceptable through 
strong, well-publicized policies for dealing with it, and punish it severely. 

Special Problems for Minority Faculty 


N^ona! statistics mirrored at GW, demonstrate a woeful underrepresentation of 

fac “'^ ln h « her education. These studies have deiineated P a number of 
problems which contribute to this underrepresentation. 
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One problem for the minorities is the "superstar" phenomenon in which 
institutions seek minority scholars who are superstars when the existing faculty in general 
reflects a normal curve in terms of output and talent. Since superstars are in short 
supply, regardless of race, it is unrealistic to expect to increase minority membership of 
a faculty with significant numbers of people who are already superstars. Rather, 
institutions should commit themselves to providing support necessary to cultivate new 
scholars who will prove to be role models and leaders in the future. 


Apart from these factors, which may be categorized as "unintentional" biases, there 
is the real problem of intentional bias and racism that can still exist under the protective 
cover of ambiguous, subjective, and informal anecdotal standards commonly used for 
hiring, promoting and making tenure decisions about faculty. These factors create an 
adverse climate for minority faculty members. The several highly publicized incidents at 
GW this year illustrate how potent the perception of racial hostility can be in creating a 

racially charged atmosphere detrimental to the social, intellectual, and ethical environment 
or the campus. 


All of these issues need to be addressed head on If we are to make progress in 
significantly increasing the number of minority scholars in higher education Formal 
mentoring programs, precise delineation of hiring and promotion criteria, research and 
ti-avel support for junior faculty, and University level tenure review committees need to 

be seriously considered since they have proven to be successful in recruiting and 
retaining minority faculty elsewhere. ® 

Future Implementation 

As other universities that have seriously confronted the problem have discovered 

so u«o n n re ?f r° nS t ° ameIiorate * e however laudable, do not provide a 

women i w* T"”? X “ SeriOUS about increasin 8 *e numbers of minorities and 

SenTm r faCU ty ™ nbs ' “ W1 " not st °P with establishment of a one-semester long 
Senate Committee and the on-going institutional audit conducted by the President'? 

Advisory Committee. This Committee is of the view that success in this area can only be 

woX lt Jou,XTntt P n: 08reSS 1 ** h ™ 8 ^ 

: 1 ° uld be *■ pit y lf two y ears from today the numbers of minority and women 
taSmti^'T- “? sl n“ CantIy improved - T ° Committee recomme™ 
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Relative to recruitment, the powers of this Committee would presumably include 
the right to insist on periodic reports from individual departments or schools detailing 
that department’s or school’s effort to recruit minority and women faculty, including 
efforts to determine the size of the available "pool" of potential faculty candidates as well 
as special efforts to expand the numbers of qualified minorities and women candidates. 
The Committee would also serve to advise to schools or departments on recruitment 
efforts which have proven effective either at George Washington or elsewhere. If 
necessary, the Committee could recommend faculty retreats or other methods which have 
been shown to be useful elsewhere. The Committee would also be entitled to a report 
from administration officials on what financial resources, if any, or other logistical support 
the university is extending or can extend over the coming years to assist this effort. As 
in other universities, the Committee may decide to recommend specific hiring goals for 
the university as a whole or individual departments or schools, taking into account the 
progress of other comparable universities as well as available pools of qualified 
candidates in different fields of study. 

Additionally, the Committee could be linked to a Higher Education Affirmative 
Action Partnership of Greater Washington/Baltimore, representing both traditionally white 
and traditionally black institutions. An Affirmative Action Officer, independent of all 
member institutions could exercise oversight responsibilities in assessing member 
institutions practices and progress as mentioned above. This commission could also 
become the network for implementing innovative recruitment and retention strategies. 

Recruitment strategies would include: (1) use of voluntary early or partial 
retirement slots as a means to create tenure-accruing, job sharing opportunities for new 
faculty (2) institution recruits women and minorities to fill the above tenure accruing 
positions on job sharing basis which is a job shared by two individuals in two of the 
commission institutions. An important and crucial side effect of this activity would be the 
natural creation of, as mentioned above, a sorely needed structure for mentoring 
incoming professors as well as facilitating career transition for outgoing professors. 

On the issue of retention, the Committee may find it necessary to recommend that 
all departments or schools adhere to established, publicly known criteria for tenure and 
promotion and that more attention be paid to the establishment of mentoring programs 
for all non-tenured faculty. The Committee may find it necessary to scrutinize tenure 
standards or other practices for hidden biases which adversely affect the progress of 
minorities and female candidates and recommend appropriate changes to individual 
departments or schools. Since there is some indication that minorities or women may 
sometimes not be hired for fear that these individuals will not later meet tenure or 
promotion standards and schools do not wish to create for themselves difficult decisions, 
the Committee may examine the possibility of alleviating such pressures by, for example] 
permitting all tenure decisions to be appealed at the option of the candidate to a 
university-wide tenure committee that would include minorities and women. 
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Retention strategies would include: (1) providing for assistance in housing, e.g. 
condos, apartments leased or sold to incoming new faculty; (2) developing and 
conducting Minority Scholars Summer Programs, spotlighting faculty and prospective 
faculty. 

The Committee would also continue to assess the university’s progress on these 
and related issues, such as progress on developing cooperative learning environments, 
reporting as necessary to the Faculty Senate and recommending changes in the 
university’s bylaws or other institutional changes if these are needed. The Committee 
should also serve as liaison with other faculty committees whose jurisdiction may be inter- 
related, such as the curriculum committee. 


Committee Chair 
John A. Frey 

Professor of Romance Languages, CCAS 

Committee 
Jose E. Alvarez 

Associate Professor of Law, Law School 
James E. Feir 

Professor of Civil Engineering, Associate Dean, SEAS 
Sandy Gibson 

Assistant Professor of Medicine, Medical School 
Murli M. Gupta 

Associate Professor of Mathematics, CCAS 

Gloria L. Horrworth 
Professor of Education, SEHD 

C. Dianne Martin 

Assistant Professor of Computer Science, SEAS 
Blaza Toman 

Assistant Professor of Statistics, CCAS 

Resource Persons 

Peter Keiller - SEAS Visiting Professor 

Clemmont E. Vontress - Executive Committee Liaison 

Annie Wooldridge - Faculty Personnel 
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[Any inquiries about this resolution should be directed to 
Professor Parke, Chair, Committee on Faculty Development and 
Support, Ext. 4-7225] 


A RESOLUTION RECOMMENDING THE ESTABLISHMENT 
OF A UNIVERSITY PUBLICATIONS OFFICE (90/17) 


WHEREAS, at present, there is no single office of the 
University responsible for collecting, publicizing, or distributing 
faculty internal reports; and 

WHEREAS, the University as a whole and the faculty in 
particular would benefit by such an office; NOW THEREFORE 

BE IT RESOLVED BY THE FACULTY SENATE OF THE GEORGE WASHINGTON 
UNTVFRRT'TV- • L ^ 


(1) That the Faculty Senate recommends the establishment of 
a University Publications Office having the responsibility for 
collecting, cataloging, publicizing, reproducing, and distributing 
faculty research in the form of internal reports; and 


(2) That the University Publications Office would 
preclude individuals or departments from distributing their 
preprints. y 


not 

own 


Committee on Faculty Development and Support 

March 6, 1991 


reque ‘? t ® d the Committee on Faculty Development and 
Support; approved by the Executive Committee April 4/19/91. 



The George Washington University 
Interdepartmental Memorandum 


March 6, 1991 


To: The Faculty Senate 

Fr: The Committee on Faculty Development and Support 


Re: University Publications Office Resolution 

In response to the questions asked by the Executive Committee, we have deleted 
reference to a particular office to house University Publications and added the last 
two paragraphs to this background report. 

At present, there are no general guidelines or policy statements regarding the format 
of faculty research internal reports or preprints, nor any ’clearing house’ for 
generating covers, cataloging, listing, or distributing papers to colleagues. 

Many educational, research, and governmental institutions have an office responsible 
for internal publications. With such an office: 


1. A periodic printed catalogue would be available from which outside 
researchers could order copies. 


2. Internal reports would have a standard cover identifying the institution. 


3. Printing services for internal reports could be housed centrally. 


Electronic storage and reproduction of reports would make the cost of maintaining 
the facilities of such an office far lower than it would otherwise be. Moreover, those 
who order reports from a catalog can be charged for the cost of reproduction. 


one of these services need exclude alternative means of internal publication if 
particular departments or institutes wish to maintain their own such functions, 'in 
some cases an author may wish to avoid the delay time incurred through the 
formalities of a George Washington University Internal Report’. Likewise, preprints 
o papers submitted to a journal often cannot be independently published elsewhere. 
However individuals and departments may be advised on the format of preprint 
covers and reproduction methods. ™ " 
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Clearly, there are distinct advantages of such a publications office for both the faculty 
and the University. 

Cost estimates to establish and run such an office vary, depending on the services 
rendered and the return expected. One should expect the need to support a staff 
worker at the administrative aide level at least half-time, and an investment in a 
workstation PC with a minimum of 320 MByte hard disk and attached laser printer 
(equipment cost of approximately $5000., start up supplies: $2000.) Faculty would 
submit hard copy of proposed University Publications and a diskette containing the 
text and graphics in an agreed upon set of optional standard formats, such as 
WordPerfect, TeX, and PostScript. The Publications Office would be responsible for 
creating and distributing a current catalog, establishing reasonable charges, and 
reproducing the manuscript with standard covers when requests arrive. 

The University Publications Office has a natural home in the Office of Sponsored 

Research. However, staff in offices within the Gelman Library have expertise in 

many of the tasks required of a Publications Office, so that start-up time would be 
minimal. 



